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ABSTRACT 

A review of the programs and policies to support the 
retention and nurturing of minority faculty members and students at 
the University of Pennsylvania leads to a number of recommendations 
to expand minority group representation in student and faculty ranks. 
These include (1) establishing departmental incentives for minority 
faculty recruitment, including making minority r ointments beyond 
the regular allocations; (2) retaining the Faculty Investment Fund 
that helps finance new faculty salaries; (3) funding new faculty 
positions for Afro-American studies, Black Literature and Culture, 
and coarses on other minority culture groups; (4) establishing a 
minority graduate center and an office for minority graduate and 
professional student recruitment; (5) establishing a network of 
support for minority undergraduates; (6) establishing a financial aid 
fund for gifted underrepresentad minority undergraduates; (7) 
establishing a continuous review process for issues regarding 
minority permanence; (8) meeting fund-raising objectives for the 
Minority Permanence Development campaign; and (9) implementing 
programs for staff development in racial awareness. Action plan 
activities are discussed in detail. Twelve graphs and nine tables 
present some data about minority representation at the university. 
(SLD) 
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I . PREFACE 



Over the past two decades, University of Pennsylvania faculty 
members , students , executive of f icers , staff , and administrators 
have engaged in a important dialogue regarding the stated mission 
of the University to increase minority presence and to ensure 
minority permanence at the institution. This dialogue has been 
enriched by the retrieval and analysis of a documentary history 
unparalleled, perhaps, in U.S. higher education, and it has 
yielded a shared understanding that the University's commitment is 
to achieve and maintain a critical mass of faculty members, 
administrators, students, and staff from population groups of 
color which have historically been under-represented on the 
campus, including African American/Black, Asian American, 
Hispanic/Latino, and Native American/American Indian. 

Some progress towards this goal has been achieved through the 
establishment of programs, policies, and practices which have 
effected an increased presence of some under-represented racial 
minority cohort groups. A current listing of these extant 
University programs may be found in the document: Summary of 
Programs to Support Plural Permanence at Penn, which 
provides information, through my office, about current University 
programs which support the retention and nurturing of minority 
faculty members, undergraduate students, graduate and professional 
students, and staff; gives details concerning the current Minority 
Permanence fundraising campaign; and provides an overview of Penn 
community outreach efforts. 
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However , as documented in the careful review of the Summary, 
progress to-date towards the establishment of a critical .mass of 
under-represented, minority undergraduate, graduate, professional, 
and faculty scholars at Penn has not been uniform across all 
categories of cohort groups. In addition, some initiatives which 
have been previously established have not yielded an optimal set 
of institutional results. 

It is clear that Penn will maintain institutional distinction 
in the 21st century only with a permanent, plural group of 
scholars from cohort groups which represent all populations, 
including those presently under-represented racial minority 
demographic cohort groups which are in the process of redefining 
the notion of "majority" in our nation. I believe that we must 
redefine our challenges in this area, must discard institutional 
practices that have been ineffective, must augment programs and 
practices which have been successful in increasing the 
representation of minorities on our campus, and that we must 
embrace new, innovative, and creative institutional strategies 
which will permanently effect change. 

In 1991, former Penn President Sheldon Hackney commented: 

"Progress has been made, in the United States and at the 
University of Pennsylvania, in increasing diversity and 
equality of opportunity. . .Much has been achieved in 
establishing and securing minority permanence at Penn. 
Many formal mechanisms and resources are in place to 
sustain and support that presence. However, the Civil 
Rights movement of the 1960's never completed its task. 
To have torn down many of the visible barriers to equal 
participation in our society is not the same as having 
created a path along which everyone has secure footing. 
We have agreed to do more to smooth that path to 
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prove. . .that a University can successfully push itself 
to examine closely its successes and failures, to 
reconsider the perceived limits of .institutional 
commitment and resources, and above all, to be 
courageous and creative in finding resources, 
particularly in stringent fiscal times , to meet urgent 
and unlimited needs . This is the time for such 
immediate re-examination. " 

Accordingly, President Hackney and senior minority faculty 
agreed to initiate a review process to identify and . highlight , 
from the University's documentary history on minority permanence, 
specific outstanding and/or unresolved commitments, issues, and 
recommendations to increase minority presence and to ensure 
minority permanence on the campus. Commitments analyzed were in 
four key areas: faculty; undergraduate, graduate and professional 
students; general academic programs; and support services. While 
numerous documents were collected, this "Retrospective Review 
Committee" limited its formal review to only those written 
recommendations as contained in documents (reports, summaries, 
correspondence) which were "institutional in nature," e.g., a 
product of, or generated by, task forces, committees, 
subcommittees and working groups sponsored by, initiated by, or 
authorized by the University. 

The Retrospective Review Committee reported their findings, 
to former President Hackney, in June of 1993, and I have just 
completed my review of their findings and associated 
documentation. In addition, I have completed an analysis of 
materials and recommendations generated from a series of meetings 
I have participated in, over the past year, for faculty, students, 
and staff members from African American, South Asi an and East 
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Asian, Latino/Hispanic, Native American, and other minority groups 
as part of an ongoing, campus community minority permanence 
information-dissemination and planning process. I felt that this 
additional process, with the support and participation of 
Retrospective Reviev; Committee members, would help to elicit and 
periodically update those specific institutional issues of current 
concern to minority community members, and to develop a shared 
understanding of community recommendations for expanding under- 
represented minority group 'presence on the Penn campus. 

I have also sought, through the Affirmative Action Council, 
detailed recommendations from other minority student and staff 
groups, including all undergraduate student groups which are 
members of the United Minorities Council, the Black Graduate and 
Professional Student Association, the Asian Pacific American 
Faculty and Staff group and the. Latino Association of Faculty and 
Staff. 

Initially, my analysis of the Retrospective Review 
Committee's work, and of information derived from community 
discussions as detailed above with important internal constituent 
groups and individuals, focused on those "academic constituent 
groups" that the University has previously acknowledged commitment 
to expand including under-represented minority faculty, 
undergraduate students , graduate students , professional students , 
and academic programs. However, there quickly emerged a range of 
additional concerns regarding the presence of and support for Penn 
staff members, and the lack of data to support minority permanence 
program decisions and development, and recommendations were 
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offered to advance these important community considerations as 
we 1 1 . 

I have also spent a considerable amount of time reviewing al 1 
recent (over the past two decades) issues and recommendations 
raised by an additional number of other institutional committees 
and groups devoted to access and equity issues relevant to the 
Penn community, including the African American Association, the 
Minority Permanence - Development Oversight Committee, the 
Affirmative Action Council, the Black Student League, United 
Minorities Council representatives, the UA, GAPSA, BGAPSA, and the 
Black Presence Steering Committee. During the course of my 
review, I also have shared, with community members, all of these 
groups' findings relevant to institutional minority permanence 
progress and prospects, and I have elicited their advice. 

After consideration of all information received to-date as 
detailed above, I have developed a set of recommendations, which I 
propose that the University implement in FY 1995, for interim 
steps the University of Pennsylvania might take, including both 
extant and potential new initiatives, to expand minority group 
representation in our student and faculty ranks. I believe that we 
must adhere to that administrative philosophy espoused by Interim 
President Claire Fagin and Interim Provost Marvin Lazerson, which 
assumes that: 

"Decisions and solutions to problems should be made as 
close to the source as possible ... accountability and 
power must go with responsibility. Our focus needs to 
remain on the fundamental educational mission of the 
University. When that focus is clear... we can make 
Penn the exemplar for American higher education." 
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I also believe there is a considerable amount of work to be 
done to expand the representation, retention, and progress of 
minority staff members, and—although I also have included some 
recommendations for those areas of critical concern regarding 
staff which have been identified to me as I have moved through the 
process of formulating these recommendations-- this population of 
our community is under the purview of the Executive Vice President 
and the Vice President for Human Resources, and so I recommend 
that these two officers be charged, by the President and Provost, 
to develop specific recommendations for this additional, important 
group of community members. 

Following are those proposals which I believe will expand the 
representation of minority academic cohort groups on our campus, 
and cost estimates for implementation, where available, noted. I 
believe these findings should be viewed through an operant 
perspective detailed in a recent report, "Meeting the. National 
Need for Minority Scholars and Scholarship: Policies and Actions" 
(Adams et.al., SUNY at Stonybrook) : 

"No institution can be excellent without being 
truly plural... for the years ahead, the major 
challenge is for universities to creat° the 
environment for institutional changes essential to 
bringing more [under-represented racial minorities] 
into scholarly training and careers ... University 
administrators--presidents , deans , department 
chairs--must exercise responsibility for 
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conceptual leadership for an explicit academic 
plan with the goals of excellence and pluralism, 
for enhanced recognition of mentoring, and for the 
use of incentive and reward systems to reinforce 
desirable changes in [community] behavior . " 

II. Interim Recommendations to Expand Minority Permanence 

on the University of Pennsylvania Campus 

Proposal 1: Establish additional departmental incentives 

for recruiting minority faculty and for 
promoting minority scholars; making minority 
faculty appointments beyond the normal, 
regular faculty allocation. 

A. Making minority faculty appointments beyond 
the normal regular faculty allocation. 

I suggest that , effective for this recruitment 
season, Provost's Office Reinvestment Funds, and 
those funds currently available in the Minority 
Permanence Development UPS Faculty Salary Fund, be 
used to support both the use of available "regular" 
slots and an institution-wide "target of 
opportunity" (TOP) faculty initiative. Schools 
should be encouraged to work with department chairs 
to identify extraordinarily talented minority 
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faculty who can be admitted to tenured, or tenure- 
track, positions fully-supported by departmental 
faculty. In addition to "regular" vacant slots, 
"target of oppor tuni ty " posi tions can be created as 
a competitive, institution-wide initiative, and 
central funds which are currently being used to 
support salary in full, or to provide "last dollar" 
support to augment School resources, should be 
reallocated to this program. Scholars identified 
to fill "regular" tenured or tenure-crack slots 
should be supported in full by the School. TOP 
scholars would be supported in full centrally, if 
Schools did not have the resources to pay the 
salary, for the first year; would receive central 
support for no more than half-salary for the second 
year, and would be picked up, in full, by their 
School in the Lhird and following years . Ef f ec tive 
immediately, scholars currently centrally supported 
through previous agreements regarding salary offset 
by the Office of the Provost would be, with the 
approval of the Dean, transferred, for FY1995 and 
beyond, to the Schools' budgets. Estimated cost : 
There is, through the Provost's Office Reinvestment 
Fund and the UPS Minority Permanence Faculty 
Endowment, a pool of over $380,000 which is 
currently used annually to support the salaries of 
a number of recently-hired minority faculty. These 
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funds could be f reed to support this proposed 
initiative providing that Deans agree to 
immediately shift the salaries of minority 
faculty, currently supported through these funds- 
some on a multi-year basis — to School budgets. The 
costs would be School costs associated with the 
salary transfer, and these could be calculated by 
Manny Doxer if this program were approved (they 
would be the sum of all extant central fund 
minority faculty agreements) . The increased costs 
to the Schools would have been absorbed by the 
Schools at some point anyway as faculty being 
supported are already on institutional salary. The 
creative solution would be to have the Schools 
agree to pick up the costs earlier so that this 
innovative competition could be initiated using 
funds already designated, and in-hand, to advance 
minority faculty permanence. 

Establishment of new departmental incentives 
for recruiting minority faculty and promoting 
minority scholars . 

If the " target of opportunity" format were to be 
initiated, as a trial for one year to supplement 
"regular " departmental faculty recruitment act iv i ty 
as detai led above , the primary incent ive for a 
department would be, if it were to submit, a 
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competitive TOP recruitment proposal, that it 
would gain a new faculty colleague and expand the 
number of "slots" in the department. Additionally, 
I bel ieve that each Dean might work wi th her/his 
faculty to identify additional Schoo 1 - spec i f i c 
incentives for faculty who make contributions to 
the recruitment, retention, and promotion of 
faculty scholars. I suggest, for the interim, that 
each School Dean could present the following 
suggestions to their department and graduate group 
chairs, and then choose those suggestions to 
implement, as part of a specific annual plan 
submitted to the Provost and reviewed over the 
course of the year, which they believe will improve 
the representation of the faculty of color and 
which they will agree to implement either through 
their current operating budgets or through School 
fundraising. Estimated cost : would vary according 
to the School's plan. Following are some 
recommendations which could be incorporated into 
School plann . 

School r. with no under-represented minority faculty 
moinboi r, noed to immediately develop realistic goals 
f ui i no roar, i ng the presence and permanence of 
t enut orl and t enuro li ack minority scholars in their 
dopa i t mnnt r. with an immediate goal to hire at least 




one minority faculty member by FY1995. 



Deans, directors, and department chairs should be 
held responsible for assuring that pluralism is one 
of the key tenets of their School /department ' s 
academic plan and for their direct contributions, 
via the hiring and promot ion processes , t o the 
presence of minority facul ty schoJ ars at Penn ; 

Faculty af f irmat ive action practices should be 
reviewed annually to gauge their effectiveness in 
promoting minority faculty hiring, and the Provost 
should designate a senior academic officer to 
monitor School affirmative action activities; 

To* underscore the responsibility of department 
chairs to fulfill institutional commitments to a 
plural community of scholars, Schools should 
institute appropriate structures that support 
excellence through the increased representation of 
minority faculty including orientations tor new 
chairs, annual review of institution-wide and 
School /department af f irmat ive act ion goa I s , research 
funds , and awards ; 

School-based programs of faculty and staff 
development, incorporating ongoing SchooL and 
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departmental assessments of issues impacting on 
pluralism, must be designed, funded, and 
implemented so as to ensure the fullest 
participation of all segments of the community. As 
previously noted, Schools and departments should 
provide resources, including research 
ass istantships , clerical support, and equipment as 
appropriate, to support faculty who -are active in 
activities which support pluralism in the 
community. Additional incentives for faculty might 
include : 

fellowships and grants as recognition for 
outstanding work with minority scholars; 
leave time for faculty to develop curricula, 
to work on minority recruitment, and to mentor 
minority students ; 

individual awards in the form of peer 
recognition ; and 

credit for programs that advance pluralism 
should be given to junior, tenure-track 
faculty that contributes to their tenure 
appointments ; 

Senior faculty members should be act i vely 
encouraged to involve minority -junior taculty 
members in thei r departments i n mentor and eporuior 
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relationships . Department chairs should expedite 
the process through which entering junior faculty 
members are matched with senior faculty members and 
should closely monitor their progress; 

All members of the Penn faculty, but particularly 
senior faculty members, must consciously work to 
expand their concept of the larger community of 
scholars of which they are members. Specifically, 
they should: 

build cross-institutional interdisciplinary 
and departmental af f iliations with faculty 
researchers who ceach at historically-Black 
colleges and universities, predominately 
Hispanic institutions, American Indian 
tribal colleges, centers for Asian American 
Studies, and other institutions with a 
signi f icant cohort of under -represented 
undergraduate students ; 
consciously work to include minority 
graduate students and faculty in the variety 
of collaborative enterprises fostered by 
academia- -including conferences , symposia, 
professional meetings, and major research 
projects; 

seek out minority scholars, within their 
department and/or graduate group, with whom to 
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collaborate on research publications; and 
° work I ensure that minority and women 
candidates become fully informed about 
possible research support opportunities and 
assist where possible, in the preparation of 
applications for grant support ; 

8. Faculty chairs of searches should use innovative 
recruiting measures to ensure the broadest and most 
diverse pool of candidates possible, including the 
following: 

° more broadly defined specialties listed in job 
descriptions ; 

° recruitment outside a standard set of 
"equivalent research universities" to 
institutions, including HBCUs, American 
Indian, Hispanic majority, South and East 
Asian, and other institutions which are 
graduating the largest number of talented 
minority graduate and professional students ; 

° where appl i cable , faculty appl ications shou 1 d 
be encouraged from minority professional 
practitioners who have achieved excellence 
outside the academy including thor.e active 
researchers who have earned Ph.D.*^ but. who 
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have not considered positions inside the 
academy; 

fuller consideration for transfer to tenure 
and tenure- track positions should be afforded 
to thv.,se minority scholars currently occupying 
ancillary positions in the University, 
including part-time , temporary, or non- tenure 
track instructional staff ; 



Departments can foster scholarly excellence, and 
concomitant faculty product ivity, in several ways . 
One of the most important mechanisms is to provide 
security through clear express ions of departmental 
and institutional expectations for the level and 
quality of work needed for promotion and tenure; 



A minority junior faculty leave and research 
support program should be established. The program 
should be open to all junior faculty and offer a 
one semester leave-of -absence at full salary for 
assistant professors (and perhaps, for associate 
professors) with matching funds for sabbatical 
leave; and 



Department chairs should take the lead in 
increasing minority faculty members' especially 
junior faculty members' -- chances tor academic 
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success at Penn . They should partner minority 
faculty extramural responsibilities by both 
offering advice and selectively distributing 
departmental duties. Chairs should clearly state 
professional expectations and should meet with 
minority faculty members at least once per academic 
semester for progress reports prior to tenure 
review. In addition, as previously mentioned, they 
should ensure that junior minority .faculty members 
have at least one mentor to serve as a "bridge" to 
the rest of the department. Such mentors can also 
help young faculty members in establishing cross- 
institutional and extramural connections and 
recognition within their academic discipline . 

Proposal 2: Retention of the Faculty Investment Fund for 

new African-American faculty with sufficient 
resources to provide one-half of the cost of 
each new faculty salary for six years. 

Please note my comments for Proposal 1, Sections A 
and B. I believe, if the Deans concur, that 
Schools should take earlier responsibility for the 
full support of all of their faculty members. 
Available funds, I suggest, should now be focused 
on a compet i. t ivo , " last -dol lar , " basis for 
extraordinary appointments of the most severely 
under-reprer.ent pd minority faculty, including 




African American/Black, Hispanic/Latino, and Native 
American /American Indian scholars , Asian American, 
and other minority cohort faculty groups where they 
are under-represented across the University. The 
primary incentive for participating , 
successful Schools /departments , would be (an) 
additional faculty slot(s). Also, I believe that 
Schools and departments should assume full 
responsibility for scholar support as rapidly as 
possible, but no later than two years after the 
faculty member has been hi:, jd. This "salary roll" 
would free Provost's Office resources so that other 
Schools and departments would be able to use 
central ventures funds which have historically 
been "tied-up, " for as many as three or four years, 
to support the same small number of scholars from 
only a few Schools and departments. 

Funding of three to five full-time faculty 
and five to ten part-time faculty, for Afro- 
Ar rican Studies; fund two full-time faculty 
for the Center for the Study of Black 
Literature and Culture, and establish a 
distinguished chair in Afro-American Studies . 
Also, expand funding for faculty scholars 
from other minority cohort groups in areas 
where they are under-represented. The Afro- 

19 o 0 



Proposal 3: 
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American Studies Program and Center for the Study 
of Black Literature and Culture have an 
institutional tradition of superb, senior faculty 
leadership whose appointments have been based 
within their disciplinary focus. I believe that 
care must continue to be taken to assure that 
those scholars who have the privilege of being 
appointed to one of these important centers will 
continue to enjoy the disciplinary affiliations 
which have been a part of the nurtured development 
of these important Penn programs. With that 
suggestion, I have several, additional 
recommendations for the support of AFAMS, 
CSBLAC, and other such interdisciplinary centers. 
Augment funding for full and part-time 
faculty in the Afro-American Studies Program 
and the Center for the Study of Black 
Literature and Culture . 

The importance of both of these programs, to the 
University, and to extra mural scholars, cannot be 
underscored sufficiently. AFAMS is a Provost's 
Center operating budget, so that decisions about 
the provision of augmented resources for faculty 
support could be made as part of the Provost's 
decisions regarding annual subvention. The Center 
for the Study of Black Literature and Culture, 
however, ia largely grant- funded, and endowment 




must be sought to assure its permanence . I suggest 
that conversations between the Provost , the Dean of 
Arts and Sciences, Dr. Houston Baker, and Dr. John 
Roberts be held to develop strategies for joint 
Arts and Sciences and Provost's Office fundraising 
for both of these centers. Not only do faculty, 
but undergraduates and graduate students and all 
other community members benefit from this work: 
these are two University treasures. Estimated 
cost : at least $2 mi Hi on to support Program 
priorities for each center ($4 million total). 

Establishment of a distinguished chair in 
Afro-American Studies . 

President Fagin and the Dean of Arts and Sciences 
have linked their active search for endowed chairs 
to the University's Minority Permanence Development 
initiatives as part of the Campaign for Penn. 
Dr . Houston Baker, Dr. Mary Frances Berry, Dr . 
Robert Engs , Dr. Benjamin Shen, and Dr. John 
Roberts are among the Arts and Sciences' faculty 
who could assist in the fundraising for faculty 
development funds, including endowed chairs, which 
would be marvelous complements to the important 
interdisciplinary work programs like the Center for 
the Study of Black Literature and Culture, the 
Afro-American Studios Program. The faculty can give 



the best advice to the Dean on the location of 
the Chair, but, perhaps, the most exciting way to 
do this might be to garner the funding and then 
open the competition to all departments similar to 
my proposals for "target of opportunity" funding in 
Proposal 2. Estimated cost : a minimum of $1.25 
million to endow the Chair. 

Create Additional Centers 

An additional number of under -represented minority 
faculty, from demographic groups not currently 
referenced in this section, should be actively 
sought to ensure the continued, international 
distinction of our faculties. Also, Schools 
and departments should be encouraged to create 
additional academic, interdisciplinary centers 
which can further advance institutional study of 
other under-represented racial minority groups 
(including Asian American, Caribbean American, 
etc . ) . 

Asian Faculty Representation in the School of 
Arts and Sciences 

Many respondents, particularly undergraduate 
students, are concerned with the lack of 
representation of Asian faculty in the School o£ 
Arts and Sciences. The Dean and key departments 



should reassess the use of lecturers and determine 
the feasibility of appointing standing, tenured, 
and tenure- track Asian faculty . 
Proposal 4: Establishment of a minority graduate center 

and an office for the recruitment of minority 
graduate and professional students . 
A • Establishment of a minority graduate center • 
The Office of che Vice Provost for Graduate 
Education has now been established to work with the 
Graduate Deans, graduate groups, and departments on 
academic aspects of Ph.D. education. The Office 
assumes no responsibil i ty for professional 
Master's degrees , professional degrees, and/or 
professional doctoral programs. Therefore, I 
believe that there is a need for a structural 
change to enhance institutional recruitment and 
cross-disciplinary retention and mentoring efforts 
for those students whose academic programs are 
outside the purview of this academic officer. 
Following are my recommendations in this area. 

1. Each School, with department and graduate 

group chairs, should develop strategies regarding 
mechanisms for the support of minority graduate and 
professional students. Some Schools, like the 
School of Medicine and the School of Engineering 
and Applied Science, have long-standing Offices ol 
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Minority Affairs which are national models for 
support . Others have not established what students 
perceive as visible mechanisms fo?: support, and I 
believe this is one of the reasons why 
matriculation and graduation rates for under- 
represented minority graduate students are 
disparate to our institutional mean for majority 
students . 

The Provost should convene the Council of Deans to 
hear presentations from Schools which have 
established specific , successful minority 
recruitment and retention initiatives, including 
the School of Medicine (Dr . Karen Hamilton) , and 
the School of Engineering and Applied Science 
(Cora Ingrum) about successful strategies for the 
retention of minority graduate and professional 
students that work at Penn, and then, each School 
should determine how its students will be 
supported . 

Deans and department /graduate group chairs must 
also be substantially involved in the recruitment 
and support of under -represented minority graduate 
and professional students , and they should 
routinely include matriculated under-represented 
minority graduate and professional students in 



their Schools as partners in an ongoing 
conversation to jointly assess current levels of 
School support and student perceptions of the 
effectiveness of these initiatives. Graduate 
students specifically cite the need for formal, 
School-based support systems to assist them as 
they move through their programs. 

4. Exit interviews need also to be conducted by the 
Schools, with departing graduate and professional 
students, to determine their reasons for departure 
so that efforts can be made both to retain these 
students, and so that information might be 
systematically gathered to assist all students . 

Estimated cost : FY19 94 , none , as Sch'ools should use the 
year to develop plans. Thereafter, costs would be borne 
by Schools as appropriate ( i f larger Schools est abl i shed 
full-service offices, the minimum salary/program cost, 
per annum, would probably be around $100,000 for salary 
and program costs). However, the creative assignment of 
a tenured faculty person, or half-time administrator, to 
oversee the program, could cost significantly less. 




Establishment of an office for the 
recruitment of minority graduate and 
prof essional students . 

Following are my suggestions regarding this 
proposal . 

An individual should be hired centrally, in the 
Office of the Provost, to develop and promote more 
intensive institutional efforts to recruit and 
retain under- represented racial minority graduate 
and professional students, including additional 
recruitment outreach efforts developed and 
initiated by individual graduate groups, 
departments and Schools. This individual should be 
responsible to t he Provost tor serving as liaison 
to the Deanr,, and the Vice Provost for Graduate 
Studies, in this area. Estimated cost : minimum of 
5 1 ?.() , 000 pei annum for staff salaries, program 
opera t ions , and nat ional recruitment travel . 

A substantial increase should be made in fellowship 
funding for under-represented minority students. 
Estimated cost ; Funds sufficient to guarantee 
support to admitted students . Penn currently 
provides an average of $850,000 annually from 
central sources. The Offices of Resource Planning 
and Hudqet and Inst i tutional Research and Pol icy 
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Studies can provide data re: Schools' current 
student financial aid budgets so that a final 
estimate of ongoing costs can be developed for 
review , 

Multi-year funding awards should be guaranteed for 
the most promising prospective under - represented 
minority graduate and professional students. Some 
progress has been made towards this in the Schools, 
although there is a need to have Deans and the Vice 
Provost for Graduate Education provide annual 
updates about the status of this goal, and with, 
estimated costs of any long-term initiatives in 
this area. Estimated cost : $ 1 0 0 , 0 00 / s tudent per 
four-year term. 

Each department and School should be required to 
annually submit a Minority Recruitment and 
Retention Plan which outlines specific plans for 
the recruitment and retent ion of under- represented 
minority graduate and professional students. Each 
rinpat t incnt and Schoo L should be requ i red t o make an 
annua L pi uqresa repoi t on its e f fort s in I h i s aroa . 
TIip icpnrh; should be? morqod, by the nfficn of t. ho 
Pi uv< >s t , into an institutional plan f < n t ho 
M'CiULl muni and retention n| undoi i opi onont od 
minor i ty yr aduat u and prot esrjinna L :;t udom r> . 
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Factors such as grades, class rank, letters of 
recommendation and an interview should be given due 
weight in the admissions and financial aid process, 
and academic departments should review the extent 
of their reliance on standardized tests (Graduate 
Record Exam, LSAT , MCAT, GMAT ) as a measure of 
preparat ion , predictor o f performance and criterion 
of "excellence." This is an ongoing conversation, 
which can be held with the MPDF faculty and Deans 
as a central conversation, and inaugurated and 
sustained by the Provost and Deans with department 
and graduate group chairs. 

Recent under-represented minority Ph.D.'s and other 
terminal professional degree recipients should be 
identified and recruited by departments and 
graduate groups for post -doc toral fellowships in 
their respective disciplines. Fellows should be 
appointed as post-docs for one to two years, should 
be engaged in research while teaching one or two 
courses per year, and should be mentored by a 
senior colleague. This mentorship and other 
interaction with colleagues in the host department 
are important if fellows are to be considered for 
possible faculty appointments. Es t i ma ted cost : 
t h i s proposal might be a part of the f acul ty 




i n i t iat ive suggested in Proposals 1 and 2 . Again, 
the pool centrally could be at least $350,000, but 
this must be augmented by Schools, departments, 
graduate groups, and centers which participate so 
that a "last dollar" central approach can be used. 
Need a minimum of $50 , 0 00 /year for each fellow 
supported . 



7 . School s , departments , and graduate groups should 

evaluate the capacity to actively promote Master's 
level programs, for all students, but particularly 
to promote the access of under -represented minority 
and other baccalaureate graduates, including those 
who may be first-generation college students, into 
graduate and professional programs. To these 
talented students, Master's level study might prove 
to be the catalyst for a sustained interest in 
doctoral study, and might assure the important 
di scipl inary u grounding" for successful completion 
o fc" doc t o ra 1 programs . 



Proposal 5: Establishment of a supportive service network 

within each undergraduate school to monitor 
academic progress and enhance the academic 
success of minority students • 

This is a long-standing item which has been 
implemented formally by several undergraduate 



o ™ 30 

ERIC 



divisions. The School of Engineering and Applied 
Science has the longest track record in this area, 
with Cora Ingrum's office having been established 
many years ago. This model was replicated, in 
part, in the College of Arts and Sciences with the 
revision of Janice Curington's role in that School 
two years ago. In any event, the Provost should 
ask the Council of Undergraduate Deans to discuss 
the present status of this item, to hear from Cora 
Ingrum regarding her successes so that the SEAS 
model might be used; as appropriately modified, by 
other Schools without current programs, and to best 
support the students. The active engagement of 
department chai rs and f acu 1 ty , in overseeing the 
progress of their own undergraduate majors, also 
must be actively sought. There is an additional 
need for administrative oversight in each School, 
clerical support, and program costs. The advice of 
students, and a sense of their current and changing 
concerns, must also be sought so that ongoing 
partnerships, between students and faculty, and the 
School's administration,- may be developed, and 
there may be costs attendant to such work including 
monies for student/ faculty receptions, dinners, and 
other support program activities . Estimated cost : 
depends on the Schools' individual program 
decisions ; however , an of f ice with a professional 



staff member, a support staff member, and some 
program operating funds could cost $120,000 per 
annum. NOTE: Schools should also develop closer 
working partnerships with central student service 
units, such as Academic Support Services, the 
University Counseling Center, the Greenfield 
Intercul tural Center, the Women's Center, and the 
African American Resource Center, which can serve 
as student support, resource , and referral centers 



Proposal 6: Establishment of a Provost 1 s financial 
aid fund for gifted under-represented 
minority undergraduates . 

I believe that the Board of Trustees must 
continue Policies of Need-Blind Admissions and 
Need-Based Aid. These policies contribute to 
the strength and diversity of the University and 
provide otherwise unavai lable opportuni ties for 
low income students. In addition, the practice of 
assigning under - represented minority 
students to the top f^iiancial aid package is 
essential to assure that we are able to attract 
and retain exemplary young scholars. Also, the 
University should continue present policies , begun 
in L98R-89, to reduce the loan and self-help 
portion of financial aid packages, continue 
budgeting funds to offset the changes in federal 
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regulations for financial aid, and in light of 
these federal changes, consider even further 
reductions in self-help. We should provide 
ongoing programs on student budgeting, where 
students are given advice on how to budget their 
finances. Finally, successful undergraduate summer 
and academic year research initiatives, such as 
the Mellon Minority Undergraduate Fellows Program 
in the Humanities and Social Sciences, and the 
University of Pennsylvania Summer Research Program 
for Historically-Black College and University 
Undergraduates, need to be sustained, broadened to 
include other under-represented minority 
cohort groups, and expanded--wi th School, 
departmental, and graduate group support-across 
all of the University's graduate and professional 
Schools. Kst-.i mated cost : Bill Schilling provides 
annual estimates of the costs for these programs 
which I have not had access to in the past . The 
Office of Student Financial Services and/or the 
Budget Office should give us this information. If 
these items are maintained, and, if summer tuitior 
and research support is provided as noted in some 
of the other proposals below, we should be able tc 
increase minority undergraduate presence-- 
through graduation at Penn. 
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Proposal 7: Establishment of a continuous review process 

to implement the earlier recommendations of 
task forces and committees which have 
examined issues regarding minority permanence 
on the Penn campus. 

There should be, in my opinion, a systematic, 
periodic review, by the Council of Deans, of 
the University's progress towards implementing 
proposal s from the recommendations set forth 
in this document, and of those proposals adopted 
from such important committees as the 
Commission on Strengthening the University, Task 
Force on Black Presence, Provost's Working 
Group on Advising and Retention, and other 
committees, in light of current institutional 
conditions . Also, additional attention 
must be paid, I suggest, to partnering School 
"connections" to students and to expanding services 
to undergraduate, graduate, and professional 
students. I support any recommendations which might 
enhance services- -not just to under-represented 
minor i ty students , but to all students . A number 
o£ committees have been convened , at present , to 
make insti tut ional recommendations in this area . 
We should expedite their reviews and take 
action so services can be expanded. 




Proposal 8: Meating the central and school-based fund- 
raising objectives of the Minority Permanence 
Development campaign to assure ongoing, 
permanent financial support to enhance 
minority permanence . 

I have been working with Dr. Gloria Chisum, Bill 
Schawbel, Virginia Clark, and Bonnie Devlin to 
suggest a new set of fundraising initiatives. 
Many of the following proposed activities are 
underway, al though addi tional program monies are 
needed to meet estimated program costs for the 
entire package of proposals. As we move forward, I 
believe that the highest priority for completing 
this program is an "ask" which might be made by 
the President and Provost, for a $5 million 
contribution to endow the Provost's Office Minority 
Central Ventures Fund. Following are the details 
of my Development recommendations . 

OVERVIEW: MINORITY PERMANENCE DEVELOPMENT RECOMMENDATIONS 

The stated goal of the Minority Permanence Development 
component of the University of Pennsylvania Capital Campaign is to 
provide those resources essential to the attraction and retention 
of superbly talented scholars from groups which are most under- 
represented in institutional faculty , undergraduate , graduate , and 



professional ranks. Trustees and executive officers of the 
University have set a fund target of $35 million dollars to be 
raised by the end of the Campaign in December, 1994. Thus far, 
over $ 29 million has been donated with a residual goal balance to 
be rai sed of $6 mi 1 1 ion through individual , corporate , and 
foundation gifts . 

The remaining two years of the Minority Permanence 
Development fundraising efforts are to conduct a 11 constituent 
campaign" through which Penn family members and friends--who share 
the University's commitment to foster institutional excellence in 
a plural future- -provide resources to extant programs and 
activities which were among the first, and are assuredly the best, 
of their kind in the United States and are actively encouraged to 
partner creative new programs which have the potential for 
innovative replication at other colleges and universities. The 
support of University "targets of opportunity " --including central 
and School-based ini tiatives--will enable the University of 
Pennsylvania to surpass all others in the degree to which diverse, 
promising young scholars and contribute to the prospects of all 
citizens of the 21st century. 

PROPOSED PLAN OF ACTION 

The following are those action steps which are being 
suggested to support the stated goal of the Minority Permanence 
Development Constituent Campaign during the course of FY1994 and 
FY1995. 
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1. Develop an information database and other materials to 

describe existing minority permanence programs and to 
assist in defining the specific purposes for which 
resources will be expended. Also, develop a set of 
speci f ic recommendations for central and School -based 
support of minority faculty development; undergraduate, 
graduate, and professional student research and 
financial aid; and the enhancement of academic programs. 
Identify support prospects for central and School-based 
activities . 
Activitiv 8 

a. Review existing institutional minority permanence 
programs ; 

b. Review MPDF expenditure patterns (FY1987 - FY1994) ; 

c. Determine optimal allocation levels for the central 
Minority Permanence Development Central Fund for 
FY1995 and FY1996 and set a central goal at this 
level, and then provide escalating goals, as 
appropriate , for outlying years ; 

d. Within the context of stated MPDF core funding 
categories, identify and prioritize a discrete set 
of programs for which funding will be sought 
centrally and by Schools/centers; and 

e . Create a new rampai gn brochure . 

2 . Per iodical ly t est rind redef ine minor i ty permanence 
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program priorities with "sponsor groups" including the 
following: Minority Permanence Development Oversight 
Committee, Minority Permanence Campaign Advisory 
Committee, the Development Task Force on Minority 
Permanence Fund-Raising , the Council of Deans, the 
President's Advisory Group, School-based minority 
program directors, the Affirmative Action Council, and 
other key groups and individuals including the African 
American Association, Development Office directors and 
senior staff, minority tenured faculty, School /center 
academic and administrative officers, and student 
leadership groups so that an inter- institutional shared 
understanding of campaign challenges can be broadened, 
draft priorities sharpened, and campaign sub-goals 
identified to meet stated academic program priorities. 
The University should also actively seek to identify and 
encourage corporate and foundation partners' to 
participate in this developmental review process who can 
also give valued advice and support as the program 
further develops. 
Activities 

a. Circulate documentation and derived data; 

b. Hold ongoing series of briefing/exchange sessions 
with institutional sponsor m ; 

c . Sponsor alumni roqiona 1 f dcus cj tempi; 
(Philadelphia, Washinqtun, DC. , Baltimore, Atlanta, 
New York , Chicago , Puert o Kiev.), C<\ J i torn i a , 
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Florida, Texas, and Boston) to discuss program 
successes, to detail funding proposals, and to 
engage interest in campaign participation; 

d. Complete detailed alumni / friends prospect analysis; 

e. Initiate contacts to build membership of the 
Minority Permanence Externa] Advisory Committee; 
and 

f. Prepare an updated listing of proposed corporate 
and foundation partners 

3. Initiate Constituency Campaign solicitations. 
A ctivities 

a. Implement a formal Minority Permanence Development 
Fund annual giving alumni program request (with 
new brochure and plural program summary details) 

by May, 1994? 

b. Identify key affiliation group, individual, 
foundation, and corporate donor prospects and begin 
solicitations in January, 1994 and thereon to 

meet MPDF central fund objectives (and continue 
ongoing School solicitations) ; and 

c. Track gifts, and continue campus-based and regional 
presentations/solicitations, through December, 
1994. 



4. Upgrade the quality and frequency of minority alumni, 

external , and key constituency relations . The University 
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of Pennsylvania should substantially increase the 
quality and frequency of external /publ ic /community close 
constituency relations efforts so that Penn minority 
programs and individuals can be celebrated. 
Activities 

a. Complete a comprehensive mailing, of current 
University minority permanence programs and 
activities, to all alumni of color and to that 
additional cohort of key major donor prospects who 
have evidenced interest, through previous gifts and 
pledges, and through survey report, in minority 
permanence initiatives ; 

b. Participate in major alumni regional and national 
events, as a plenary speaker and panelist, so that 
Penn's extensive plural programming becomes more 
widely known; 

c. Help the News Bureau, and all other internal and 
external relations agents and media sources, to 
ensure and expand the positive coverage of Penn 
minority faculty, student, staff, and program 
achievements ; 

d. Assist in institutional outreach efforts to the 
Black Alumni Society, the Association of Latino 
Alumni, Asian alumni, and Native American 
alumni so that these important Penn community 
members can increase their active participation in 
the life of our University; 
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e. Develop, with those sponsor groups identified as 
core leadership groups and appropriate 
inst i tut iona i ot ticers , a central MPDF calendar 
which will be used to guide central "fcriend- 
ra i r, i ncj " and " fund ra i n i iuj " art i vi t i es and serve as 
a I hut 1 frame for SchnuL/cunl hi initiatives; and 

f . Art ively encourage the participation ot faculty, 
core administrators , and students in campus -based 
and regional gatherings; highlight key 
accomplishments of the same via guest appearances 
at alumni, School, and central functions. 

Post-Campaign Strategic Planning. It is essential that 
the University community initiate a thoughtful analysis 
of institutional post-campaign objectives to assure that 
the momentum developed to support scholars of color, 
through the Campaign for Penn, in given continued 
prominence in the academic, development, and operational 
strategic planning processes which are underway tor the 
University's post -campaign period beginning in January, 
C) ( J r ). Activities for this phase nf dove 1 oprnont work 
r.hou Id be derived from important i nr. I i t ul i < Mia I v i. s i t ing 
« •< >mm i t t. oes and internal working groups sue' jr. the Penn 
( 'ommir.r. i on , the Trustees' Minor ily Per manenre Advisory 
Commit toe, t ho Minority Permanence Het rospoet i ve Review 
Coimit i t t eo , the Prer.idfc'iit ' s Advisory (iroup, and the 




Minority Permanence Development Oversight Committee. 

Among the most important priorities for the Minority 
Permanence Development Campaign Fund is to seek 
additional endowed and term support for the central fund 
which has been established, in the first phases of th« j 
Campaign for Penn, in the Office of the Provost. This 
fund, as described in the following summary, has been 
that fund which has served to create some of the most 
innovative, i ntei disc ipl i nat y , and creative plug tains 
which have ever been established at a U.S. institution 
uf higher education. The fund currently has only a 
number of small term gifts, which will be depleted in 
199T), to support the work of extraordinary minority 
faculty, undergraduate students, graduate and 
professional students, and programs at Penn. We must 
seek resources to permanently endow the Fund and to 
provide term support for scholars who are seeking pilot 
funding for additional institutional initiatives, for 
undergraduate, graduate, and professional student 
research, scholarship, and fellowship support, and for 
student research and internship initiatives. A fund 
d'.'scri pt ion f ol lows . 
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Central Innovations Fund Description 



A central MPDF "ventures fund" can provide pilot 
support for innovative institutional and academic 
programs and initiatives designed to foster a 
pluralistic society and institutionalize greater 
diversity within the community of scholars. These 
efforts serve as models for Penn Schools and centers, 
and, additionally, for other colleges and universities 
seeking to broaden societal representation among those 
involved in the academic enterprise. Examples of central 
"ventures" programs previously funded through the Office 
of the Provost include the Center for the Study of Black 
Literature and Culture, the Mellon Minority 
Undergraduate Fellowship Program for the Humanities and 
Social Sciences, the University of Pennsylvania 
Historically-Black College and University Medical Summer 
Rfjsprirr'h Program, the A f ro - Arner i can Studies Summer 
Institute for Incoming First year Students, the Minority 
Undergraduate Mentoring Program, the Latino Awareness 
Day Program, the Fontaine Graduate Fellowship Program, 
and the University of Pennsylvania/Lincoln University 
High School "Karly Alert" Program in Mathematics and 
Phyr;icn. Additional such programs need to be 
established, by Schools and Centers, for other under- 
represent od racial minority students. 

Donations must be sought to provide for competitive 
funding initiatives in all four central MPDF fund 
component categories: faculty support, undergraduate 
program support, graduate and professional student 
fellowship support, and program support (including 
internal cross -School , central, operational, and 
international program initiatives) . 



Estimated cost : $ 550,000 per year. 



Proposal 9: Implementation of proposals relating to the 
current racial awareness programs for 
faculty, teaching assistants , staff 
supervisors and resident assistants . 
Conduct exit interviews with departing 
faculty / student s / staf f • 
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This first item is under review by the Commission. 
However , I believe that it is essential that the 
University proceed to conduct exit interviews with 
faculty/students/staff. I suggest that Deans and 
department /graduate group chai rs should interview 
depart ing faculty; Schools should designate 
respons ibi 1 ity for which administ rat ive or academic 
officer should interview departing graduate and 
professional students; undergraduate deans should 
designate responsibility for exit interviews with 
undergraduate students ; and administ rat ive 
supervisors should conduct interviews with 
departing staf f . The results of these exit 
interviews should be forwarded to the Director of 
Affirmative Action so that an annual report, by 
constituent group, can be made to assess reasons 
for faculty/ student /staf t departures and to 
ascertain whether resources can be put into place 
to assist in the retention of these community 
members or others who might be lost from various 
Schools and administrative divisions. 



OTHER RECOMMENDATIONS 



The following proposals should also be considered by 
appropriate academic and administrative officers for 
implementation . 

UNDERGRADUATES 

Pre -baccalaureate academic programs that provide 
outreach to minority secondary school students should be 
expanded to increase student interest in applying to 
Penn (for example, we could expand the successful LEAD 
program) . 

The University should continue the process of enhancing 
minority recruitment strategies so that Penn gives more 
attention to urban schools and rural areas with large 
populations of under- represent ed minority students. 
Also, the importance of continued vigilance in the 
recruitment and support of City of Philadelphia and 
Commonwealth of Pennsylvania students is essential to 
maintaining strong partnerships with these community 
members . 

The minor i t y communi ty (alumni , f acu 1 ty , .students and 
Mtaff) nhnuLd be engaged more actively to more 
effectively and systematically recruit. minority 
applicant':;. Students, alumni, and faculty can assist in 
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the post-admission recruiting process as well. For 
example , alumni might host Perm- sponsored events for 
admit ted students around the country, and special 
efforts should be made to ensure minority alumni 
participation in urban areas or other regions with many 
minority admittees. In areas with few minority 
admit tees , student s , f acul ty , and alumni cou Id make 
telephone calls, invite prospective students to dinner, 
or otherwise make some meaningful contact to encourage 
them to attend Penn. 

Additional financial aid counselors need to be hired by 
the Office of Student Financial Services. Penn might 
also study, in the next two years, the feasibility of a 
loan forgiveness program for minority undergraduates who 
go on to complete a Ph.D. and professional degree 
programs at Penn. I suggest that such a loan 
forgiveness program commence when students begin 
teaching and that a certain amount of the loan be 
forgiven for each subsequent: year they continue 
teaching. A mode L Lor this program already exists 
through the Andrew W. Mellon Foundation, 

Student achievements should be more actively and 
contingently publicized in University, local, and 
national publications as incentives for undergraduates 
t o aehi uve their highest academic potential . 
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The Office of Admissions should expand partnership and 
recruitment efforts with community colleges and other 
two-year institutions so that transfer pools can be 
may be admitted to Penn undergraduate programs 



2 . DATA GATHERING 



The Office of Institutional Research and Policy Studies 
should be charged with gathering the following data, by February 
15, 1994, from divisions and departments for the use of all 
committed to. increasing the presence of under - represent ed 
minorities. Note: The Office of Institutional Research has given 
me (2/94) an intitial set of faculty, student and staff tre"d 
data. These are a good starting point. However, the data are not 
complete and must be further disaggregated as follows: 

a. Faculty trend data, aqqregated and disaggregated by 
School, racid i cohort groups , gender , and by U.S. 
citizens hi p st at u:s, f <>r the years 19B1 - 1993. 

b. Graduate and protor.r. Lona I student trend data, aggregated 
and disaggregated, by School, by racial cohort group, 
gender, and by U.S. citizenship status for the years 19R1 - 
1993. 

c. Undergraduate trend data, aggregated and disaqgreqated by 
School, by racial cohort group, gender, and by U.S. 
citizenship status) for the years 1981 - 1993. 
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d. Staff trend data aggregated and disaggregated by racial 
cohort group, U.S. citizenship status, gender, and by 
University PAF ranks, for the years 1981 - 1993. 

e. Comparative recent history of current salary ranges, 
salary increases, and distribution among all racial and 
racial /gender cohort groups, gender, and by OFCCP cohort 
guidelines, for the years 1992 and 1991. 

STAFF 

Oversight for staff is the purview of the Executive Vice 
President and the Vice President for Human Resources. I have 
included these recommendations because they were suggested to me 
by community members durinq my preparation of this document . I 
herewith forward these to the University officers for their 
cons iderat i on . 

Staff recommendations follow. 

a. Promotion, training, and pay equity of staff should \n> 
routinely reviewed and tracked, i.e., per the MIT rjtudy 
shared by the former Director of Penn's Office of 
Affirmative Action. 

b. A program of support should be developed for 
administrators which provides them with mentors and 
promotes their act ive participation in the life and 
governance of the University. 
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The community should expand aggregate numbers of 
people of color in key administrative positions at the 
execu t ive and middle levels . 

The Victim Support position should be maintained and 
occupied by an under-represented minority group 
member . 

There should be defined career ladders and counseling 
for staff members. 

Educational opportunities, both internal and external to 
Penn , should be expanded for under- represent ed minority 
staff . 

There should be an expedited study oP 1 salary ranges 
for unranked executive U.S. under-represented minority 
administrators and managers, at PA level 5 and above, 
both by racial cohort and racial /gender cohort group, to 
review salary equity (this must be part of the 
overall historical salary review, but we are losing so 
many of the few persons at this rank that X believe this 
must be expedited) . 

There should be expanded efforts to recruit Asian staff 
members , par t icu larly for administrative posi tions in 
Schools and centers where possibilities for expanded 
nurturing of students exists. 




POLICIES AND PROCEDURES 

All community members I contacted, and all materials I 
studied, support the review of the following policies and 
procedures : 

Student Code of Conduct; 

Financial Hold Procedures (the General Counsel's 
Office should issue a formal opinion on these) ; 
University judicial procedures; and 
The Racial Harassment Policy. 

Note: I believe the current racial harassment policy 
is unenforceable and, therefore, should be replaced as its 
tenets are currently not supported by extant Federal, 
Commonwealth, or local statutes. It is an institutional 
imperative both that the right to protest, and the right to free 
speech, both be firmly and fully upheld. Speech must be 
answered, vigorously, with speech. However, in an educational 
community, where people from diverse, and often homogeneous 
learning populations come together, perhaps for the first time, 
into one, increasingly plural, community of scholars, an 
educational program must be established wherein actual and 
perceived power differentials in the ability to speak, and the 
capacity to be heard, must be mediated. I believe it is 
essential for all of us to be, at the least, civil, to all Penn 
community members and, at best, genuinely precocious in seeking 
out and celebrating our ability to make ourselves heard. No 
policy or statute can legislate attitudinal change or ameliorate 




long-held beliefs, but I believe it is essential for us to reach 
some basic agreement upon that set of behaviors which should be 
a constant amongst family members who live and work together, 
and which will promote a climate and community in which all 
voices can proclaim their own truths, which can--and must-- be 
strongly challenged. Also, any behaviors which can be 
interdicted by Federal, Commonwealth, and local statutes must be 
aggressively terminated through the vigorous enforcement of 
applicable statues, and thos~; in positions of authority who have 
the capacity to redress illegal behaviors, and who do not choose 
to act, should be held accountable. 

CURRICULUM 

a. The matriculation rate of Chicano undergraduate 
students is low. Therefore, I suggest the 
implementation of undergraduate courses concerning 
Chicano history and the possible establishment of a 
major program. The University should recognize that a 
greater percentage of minorities might choose to 
matriculate to Penn if courses are offered concerning 
their particular heritage and culture. When 
establishing these programs, departments and/or School 
ririininiut r aLot i\ should recognize the difference between 
i nt*»r nal i onal ethnic groups and racial minorities. For 
instance, there are cultural differences between the 
(/hicanoa and Latinos, Black Caribbeans and African 




Americans, and other racial minority populations, and 
care must be taken not to assume that the needs of one 
group necessarily apply to another. 

b. I suggest the establishment of additional Caribbean 
classes in both the History and Folklore/Folklif e 
departments. In conjunction with this, the faculty 
should include indigenous faculty. 

c. I suggest the establishment, in the School of Arts and 
Sciences, of a separate Asian Studies Department, 
separate from that area of institutional disciplinary 
study currently defined as "Middle Eastern Study." Such 
an Asian American Studies Program might include the 
following : 

1. A permanent fund for a yearly Asian American 
studies lecture series; 

2. A permanent fund for a yearly visiting 
distinguished professor of Asian American studies; 

3. A permanent fund for undergraduates wishing to 
pursue research opportunities related to Asian 
American issues ; 

4. Departmental incentives for faculty candidates who 
express an interest in teaching Asian American 
studies; and 

5. Annual distribution, to SAS and other university 
departments, of information which encourages Asian 
American interdisci^ 1 inary studies . 
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6 . ALUMNI DEVELOPMENT 

Many respondents indicated that the University must expand 
outreach efforts to racial minority alumni to both engage them as 
active partners in institutional alumni affairs and to expand the 
programming of alumni affiliation groups. The model of the 
Council of Penn Women might be used for the support of these 
groups . 

III. CONCLUSION 

These are my initial recommendations after my review of 
extant commitments, proposals, and recommendations that have been 
developed over the past two decades regarding under-represented 
minority cohort groups' access, support, retention, and promotion 
at Penn. I believe, after review and additional comment during 
the Spring, 1994 semester, these recommendations and expanded 
institutional data need to be reviewed by the Council of Deans and 
their respective faculties and students and adopted, as refined 
through the School review process. Further, I recommend that the 
Provost charge the Council of Deans with conducting this review 
process during the Fall, 1994 semester so that School plans can be 
forwarded to the Provost by the close of the Fall , 1994 semester , 
and an institutional plan can be developed and set into place. 

As we successfully reshape our efforts in all of the areas I 
have referenced, I believe we can assure the continued distinction 
of our University in thv .'list century and alL of the years 
beyond . . . 
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I look forward to speaking with all community members about 
these recommendations in the near tuture. 

IV. Initial Data 

The following are student, faculty, and staff data gathered 
in 2/94 by the Office of Institutional Research. 
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